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 Compared with other disability categories, individuals with autism spectrum 
disorder (ASD) have the lowest rates of employment, and adults with autism switch jobs 
at a higher frequency than their nondisabled peers. This study compares the employment 
experiences of adults with autism and hiring and supervising professionals who had 
worked with employees with ASD.  
Ten adults with autism and 10 professionals with autism experience participated 
in qualitative interviews about employment issues. During data analysis, six major 
themes emerged from the interviews: (1) job skills, (2) entering and/or exiting 
employment, (3) communication, (4) employment challenges, (5) coping strategies, and 
(6) disclosure of disability and/or accommodations. Comparisons between the two groups 
of participants showed differences in what was expected during the job interview, and 
expectations of what accommodations would be necessary during employment. 
While there are many studies on the autism unemployment rate and skills 
individuals need for employment, few have involved those on the autism spectrum in the 
research. This study includes the important and insightful voices of individuals with 
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Autism Spectrum Disorder (ASD), which was previously classified as Autism, 
Asperger’s Syndrome, or Pervasive Development Disorder Not Otherwise Specified, is a 
developmental disorder that is diagnosed based on impairment in social interaction and 
communication, and restricted behaviors (Wing, Gould, & Gillberg, 2011). ASD is 
defined by limitations, whether they are repetitive behaviors, narrow interests, or 
dependence on routine, but the talents of people on the autism spectrum are often 
overlooked. Autism advocates like Temple Grandin, an animal sciences professor who is 
on the autism spectrum, have promoted the idea that people with ASD are “different not 
less.” It is common for many people with autism to be skilled in systemizing, visual 
spatial tasks, or recognizing patterns (Baron-Cohen, Ashwin, Ashwin, Tavassoli, & 
Chakrabarti, 2009). 
In the US, 1 in 68 eight-year-olds has been diagnosed with Autism Spectrum 
Disorder; in Utah the prevalence rate is even higher at 1 in 58 eight-year-olds 
(Christensen et al., 2016). As diagnosis rates of autism have climbed, awareness has also 
increased. However, most services and programs focus on young children. Adults with 
ASD have few resources available to them, and as a result, often have poorer outcomes 
(such as lower employment, poorer educational outcomes, and social isolation) than their 
nondisabled or disabled peers.  
In a study conducted of young adults with autism and their guardians, Shattuck 
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and colleagues found that in the first two years after high school, more than 50% of 
young adults had no further participation in employment or education. Six years after 
leaving high school, 34.7% of young adults with ASD had been to college, and only 
55.1% had participated in paid employment. Compared with other disability categories, 
youth on the autism spectrum have the lowest rates of employment (Shattuck et al., 
2012). Adults with autism also switch jobs more frequently than their nondisabled peers 
(Baldwin, Costley, & Warren, 2014), and are more likely to work in jobs that are below 
their skill level (Holwerda, Klink, Groothoff, & Brouwer, 2012). People with autism may 
be less likely to apply for jobs because they do not meet all of the desired criteria listed in 
a job posting (such as years of experience working in the field, proficiency with specific 
software, or a degree in a specific area), even if meeting all of the criteria is not required 
to apply for the job (Markel & Elia, 2016). Impairment in social communication can 
make it difficult for people with autism to make it past the interview process: Parents of 
young adults with autism reported that after being rejected many times for employment, 
they had “given up” and were unwilling to apply and interview for more positions 
(Griffiths, Giannantonio, Hurley-Hanson, & Cardinal, 2016). Even when they are hired, 
poor communication with coworkers and supervisors are barriers to keeping a job 
(Hendricks, 2010). 
Research shows that people with autism often need additional support in 
developing some workplace skills before they can become employable or able to 
maintain employment. In a study of college students with ASD, the students’ primary 
concerns were learning problem solving, social skills, and stress management; in the 
workplace, these students were particularly concerned about developing positive 
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relationships with future coworkers (Briel & Getzel, 2014). Developing soft skills such as 
working well in a team, being able to communicate with coworkers, and maintaining 
appropriate hygiene in the workplace are important (Dipeolu, Storlie, & Johnson, 2015); 
being able to use email and understanding social media are also crucial soft skills (Cihak, 
Wright, McMahon, Smith, & Kraiss, 2015). Other challenges for employees with ASD 
may be anxiety about deadlines or a changing schedule, avoiding negative environmental 
stressors, staying organized, and managing priorities and deadlines (Cullum & Ennis-
Cole, 2014; Dipeolu et al., 2015). Although these are issues for most individuals, for 
those with autism, these issues can be magnified by communication impairments. 
There are some programs in place to help people with disabilities prepare for and 
maintain employment, but they do not adequately meet the needs of many individuals 
with autism. In an evaluation of vocational rehabilitation (VR) case data from 2002 to 
2011, Burgess and Cimera found that more than half of young adults with autism did not 
achieve successful employment after receiving training from VR, and their employment 
outcomes did not improve over time (2014). 
Providing job training to this population is costly: Between 2002 and 2011, VR 
spent over 7.5 million dollars each year on transition-aged youth on the spectrum 
(between the ages of 14 and 21); transition-age adults with ASD also earn lower wages 
and work fewer hours than the total transition-age population that VR serves (Burgess & 
Cimera, 2014). Analysis of states that provide transition services (including vocational 
training) to young adults with autism starting at age 14 rather than at 16 have shown that 
earlier interventions result in less spending overall, and that these interventions improve 
overall employment outcomes (Cimera, Burgess, & Wiley, 2013). Research indicates that 
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other innovations in employment services, like interests- and strengths-based 
employment, may also improve outcomes for people with ASD.  
 
Self-Efficacy and Interests 
Bandura’s social cognitive theory posits that self-efficacy beliefs influence 
achievement. When individuals believe that they will be successful, they develop interest 
and have increased motivation in that area (Bandura, 1993). Perceived self-efficacy has 
been linked to occupational self-efficacy and aspirations (Bandura, 2001). A study of 
adults on the autism spectrum showed that they had lower general and occupational self-
efficacy than the nondisabled population (Lorenz & Heinitz, 2014). This lower self-
efficacy, and therefore lower motivation or achievement, could make it more difficult for 
people with autism to be successful, or to find a job that matches their interests and 
abilities. 
A survey of young adults with ASD found that 45% of respondents were 
“overqualified” for their current job, which was correlated with low job satisfaction and 
poorer working conditions (Baldwin et al., 2014). These young adults may have selected 
these jobs because they had low self-efficacy and believed these lower-skilled jobs were 
what they qualified for. 
Parents also reported that their young adults with autism struggled when they 
were placed in jobs that conflicted with their interests, but were much more successful 
when their interests and skill were matched with the job requirements (Griffiths et al., 
2016). Vocational training programs, including VR, are placing an increased emphasis on 
vocational exploration, and matching the interests of individuals to potential employment. 
5 
 
Identifying areas of interest, where individuals with autism have already developed self-
efficacy, can help improve employment outcomes. 
Many of the characteristics commonly associated with autism can be potential 
strengths in the workplace, particularly in technology-related fields. It is common for 
many individuals with ASD to be able to concentrate for long periods of time; they are 
often highly skilled at identifying rules and patterns, remembering facts, and processing 
visual information (Lorenz & Heinitz, 2014). Some people with autism are less distracted 




A number of studies have piloted strengths-based employment programs for 
people with ASD. Project SEARCH is an established internship program for youth with 
disabilities. Wehman, Schall, McDonough, and colleagues have tried replicating this 
program specifically for young adults with ASD. In their last year of high school, a group 
of students on the autism spectrum were randomly selected to participate in the program. 
Vocational instruction was provided to students at their worksite, and after instruction, 
they spent four hours each day working in an internship. Each 10-12 weeks, students 
were moved to a new placement, based on the strengths and needs for support they had 
shown in their previous work assignment; over time, the amount of support they were 
given by teachers or job coaches was gradually reduced. Compared to their peers with 
ASD who received supported employment services from other agencies, participants in 
Project SEARCH had higher wages and higher job retention; participants had an 
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employment rate of 87.5% (Schall et al., 2015; Wehman et al., 2014). A case study of a 
few of the participants showed that subsequent internship placements, which were 
matched more closely to each participant’s interests and strengths, resulted in a need for 
less behavior supports. When participants enjoyed their work, they were also more 
successful and efficient in the placement (Wehman et al., 2013). 
Another strategy for future employment is strengths-based vocational exploration. 
The iSTAR program selects students with ASD who have an interest in technology or 
design, and teaches them to use a 3D modeling software program. Like Project SEARCH, 
iSTAR involves community partners in the job process. Professionals who use 3D 
modeling in their careers teach about specific tools used in modeling, and also act as 
mentors to participants in the program. Students are encouraged to think about their own 
interests, and to create models relating to their hobbies or career goals. Through this 
process, students have often found common interests and have used these as conversation 
topics. The iSTAR program encourages students on the autism spectrum to explore 
potential vocations by meeting professional mentors who use technology in their own 
careers, and it also helps students to find common interests and to practice socializing 
with peers. Members of the iSTAR research team found that students improved in 
conversation and presentation skills; they were also motivated to improve their technical 
skills through positive reinforcement and interest-based exploration (Dunn, Diener, 







Once people with autism do gain employment, a number of accommodations may 
help them to be more successful. Since adults with ASD struggle to find and keep jobs, 
researchers suggest that employers value an applicant’s skillset more than their 
employment experience (Markel & Elia, 2016). 
Autism is a unique disability and people with ASD have unique needs. While 
there is some research on the employability of people with disabilities, there are few 
studies that focus on the particular employment experiences of people on the autism 
spectrum; even fewer actually involve individuals with autism in the research process. 
Additionally, research about people with disabilities most often focuses on challenges 
without also considering strengths. More research needs to be done that focuses on the 
particular strengths and challenges that people with autism face, and that includes their 
input and insights into employment. 
The current study was designed to understand the employment experiences of 
people with ASD. Because autism is a communication disorder, it can be difficult to 
conduct interviews with people on the autism spectrum; this means that these individuals 
are often left out of research. The study included interviews with people with autism 
about their employment experiences, as well as collaborators with the iSTAR program 









The study consisted of semistructured interviews. People with ASD were asked 
about their employment and internship experiences, and iSTAR collaborators and other 
community members were asked questions about skills required for employment and 
their workplace experiences with people on the autism spectrum. 
 
Participants 
The study used purposive sampling to recruit people with ASD and professionals. 
This method was used to capture a variety of employment histories and a range of ages of 
people with autism (Maxwell, 2008). Many of the participants were people who had 
participated in the iSTAR program; nine of the professionals were instructors, facilitators, 
or consultants for the program, and five adults with autism were current or previous 
iSTAR students. Snowball sampling was also used: At the end of an interview, 
participants were asked whether they knew of anyone who might be eligible for the study 
and would be interested in participating, and those individuals were contacted and invited 
to participate in interviews. 
To be eligible to participate in an interview about their employment experiences, 
the individual needed to self-identify as having autism, and had to be previously and/or 
currently employed. Fourteen individuals met these criteria and were invited to 
participate in an interview. Eleven individuals responded and agreed to participate, and 
9 
 
10 of these individuals completed an interview. Participants were given the option of 
completing an interview in person, over the phone, or via email. Eight of the interviews 
were face-to-face interviews (at a place convenient to the interviewee), one was 
completed over Skype, and one was completed through email. Four of the participants 
were female and six were male. The age of participants ranged from 19 to mid 50s; most 
were young adults (see Table 1). Five of the participants were previous students in the 
iSTAR program, three were individuals suggested by local professionals, and two were 
university students known by the researcher. 
Community members who had experience working with or supervising people 
with autism were eligible to participate in an interview about job skills and their 
workplace experiences (see Table 2). Ten individuals met these criteria and were invited 
to participate in an interview, and all 10 agreed to participate and completed an interview. 
Four of the interviews took place over the phone, three were face-to-face, and three were 
completed through email. Two of the respondents were supervisors of employees with 
autism (both working in the technology sectors), three were iSTAR teachers (teaching 3D 
modeling skills to people with ASD, and who also worked in drafting or architecture), 
two were job coaches, one was a behavior therapist, one was a human resources 
consultant who had hired employees with autism, and one worked as the coordinator for a 
program teaching prevocational skills to young adults on the spectrum. Nine of the 
professionals had previous experience with the iSTAR project, and one was a local 






Potential interviewees were contacted via email and were invited to participate in 
the study. Since autism is often associated with anxiety or difficulty with in-person 
communication, participants were given the option to complete the interview face to face, 
over the phone, or via email, and they were given the option of receiving the questions in 
advance (Meho, 2006). Three face-to-face interviews took place at the university, four 
were at a participant’s workplace, and four took place at a local disability nonprofit 
organization. Interviews lasted anywhere from 6 to 90 minutes. The average length of 
interview was 49 minutes for individuals with autism, and 38 minutes for professionals. 
Data were collected through semistructured interviews, which allowed 
respondents to speak freely about their experiences. People with autism were asked 
questions about their past employment experiences, job skills, communication in the 
workplace, willingness to disclose their disability, and how they dealt with challenges at 
work (see Appendix A for sample questions). Professionals were asked about skills 
necessary for success in their workplace, their experiences working with or supervising 
people with autism, and accommodations that their company might be willing to make 
for employees with autism (see Appendix B for sample questions). 
 
Data Analysis 
The study used grounded theory to qualitatively analyze the data. To increase 
validity, triangulation methods were used: Multiple informants with different 
perspectives participated in interviews, and multiple researchers took part in the data 
analysis (Maxwell, 2008). The research team was comprised of an undergraduate student, 
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two graduate students, and a faculty member, who analyzed the data. 
All interviews were audio recorded and then transcribed verbatim. The research 
team read the interview transcripts and email responses, and separately identified key 
points and themes that emerged. Researchers coded this data into overarching themes that 
were supported by the data and literature about autism and employment. After the 
researchers independently coded the data, they met to discuss key points and themes, and 
to revise codes when necessary. In order to increase validity an independent researcher 
reviewed the established themes to look for disconfirming evidence (Corbin & Strauss, 
1990). 
Researchers then selected supporting quotes for key points and themes from the 
data, and discussed them with an interdisciplinary team (comprised of members from 
nursing, social science, and education), and revised them based on their feedback. The 
revised themes were then sent to some of the interview participants (individuals with 
autism and supervisors) to ask for their feedback (see Figure 1). This process minimized 
misinterpretation of the study results, and involved people with ASD in the research 
process (a step that is often neglected in autism research). 
To protect the identities of the participants, pseudonyms have been used 












Table 1: Demographics: Employees With ASD (n = 10) 
Name* Sex Age Type and Length of 
Interview 
Current or Past Job(s) 
Adam M 19 Face to face (13 minutes) Retail, janitor, peer teacher 
Harper F 20 Face to face (6 minutes) Retail 
John M 21 Skype (85 minutes) Technical support, software 
intern 
Hailey F 22 Face to face (12 minutes) Retail, teaching assistant 
Francie F 23 Face to face (29 minutes) Pharmacy technician, retail  
Max M 25 Face to face (68 minutes) Group home staff, after 
school program leader 
Andrew M 25 Email Software intern 
Erik M 32 Face to face (77 minutes) Software tester, 
programmer, technical 
support 
Kathy F 47 Face to face (95 minutes) Librarian, customer service, 
warranty clerk 
Neil M 54 Face to face (53 minutes) Executive assistant, 
musician, technical support 












Table 2: Demographics: Professionals With Autism Experience (n = 10) 
Name* Sex Type and Length of Interview Current Job 
Jonah M Skype (60 minutes) Software engineer, autism 
intern supervisor 
Tyler M Phone (30 minutes) Software engineer, autism 
intern supervisor 
Michael M Face to face (38 minutes) Design architect, iSTAR 
teacher 
Gavin M Email Architect, iSTAR teacher 
Nathan M Face to face (36 minutes) Architect, iSTAR teacher 
Whitney F Phone (28 minutes) Human resources, supervisor 
Ashley F Face to face (49 minutes) Job coach 
Lisa F Email Job coach 
Julie F Phone (24 minutes) Behavior therapist 
Abby F Email Autism program (vocational 
skills training) coordinator 







































Six major themes emerged from the interviews: (1) job skills, (2) entering and/or 
exiting employment, (3) communication, (4) employment challenges, (5) coping 
strategies, and (6) disclosure of disability and/or accommodations (see Table 3). While 
all six themes were not addressed in every single interview, each interview discussed 
multiple themes. Both categories of interview participants (people with ASD and people 
in hiring or supervisory positions) addressed all of the themes, although their 
perspectives of the themes were different in many cases (e.g., people with ASD 
discussed workplace accommodations they desired or requested, while people in 
supervisory positions discussed workplace accommodations they were willing to make 
or had made in the past). Table 4 includes selected representative comments for each of 




The jobs that adults with autism had included a variety of low-wage retail jobs, 
like working at a movie theater, grocery store, or clothing store; working with others as 
a peer teacher, teaching assistant, executive assistant, support staff in a group home, or 
elementary school librarian; and working in technology jobs as an intern, support 





employment history:  
I’ve done music, I’ve done landscape design, photography, sales, tech support, 
banking, I’ve worked with lawyers…I’ve rewritten legal agreements, I’ve done 
budgets, I’ve worked in the military, you know, so this is a variety normally you 
would not think someone in my situation could do. 
 
 The job skills that adults with autism reported were also varied. All had 
completed high school, some had college degrees, while others had proficiency in 
multiple languages, and several mentioned having high IQ scores. Workplace skills that 
participants said they had included being detail-oriented, organized, reliable, efficient, 
and hard-working; some said that they had good memory recall, visual spatial skills, the 
ability to solve problems, and a good work ethic. Kathy discussed the skillset that 
helped her as a school librarian: “I love codes, and I love numbers, and I love things 
that have order and meaning, probably why I love the Dewey Decimal System…my 
brain is systematically organized with a creative twist.” Max explained that his own life 
experience qualified him to work in a residential home for older adults with disabilities: 
“my training came from the environment, you know, me being special ed, and being put 
with all the special ed people.” Similar to the findings of Baldwin and colleagues 
(2014), many of the individuals in this study had many work skills, but seemed to be 
overqualified for the low-wage jobs that they were working in. 
 Professionals that had worked with employees with ASD also discussed the 
strengths of employees with ASD. When discussing her experiences working with 
adults with autism, Ashley explained: “they are analytical. That’s the way their brains 
work and so they constantly analyze themselves and their own behavior, and they’re, 
you know, trying to figure out how do I make this better?” When asked what skills that 





communication, perspective taking, the ability to self-monitor, and general knowledge 
about how a workplace functions.  
 
Entering and/or Exiting Employment 
When asked how they got their current job or recent jobs, six respondents were 
hired because they already knew someone at the company. In one case this was a family 
member, while in the other five situations, the individual knew an employee who then 
invited them to apply for the job, or they came back to a job that they had left 
previously. Three respondents said that they thought they were hired because the 
company was desperate for employees and willing to hire anyone (these were all 
customer service or retail jobs). Some respondents were not currently employed, but 
were working with a job coach to find a new job. 
 Individuals were not specifically asked about why a job had ended unless they 
mentioned the topic first. Two adults said that they had been fired due to personality 
conflicts, while two said that they were let go from companies during layoffs. Both of 
the individuals who had been let go during layoffs said that this was a frequent 
occurrence, and that they lost their jobs during the first round of cutbacks. One person 
quit his job because he found a job with similar pay but a better work environment, 
while one individual said that he quit because he hated his job.  
 All individuals with ASD were asked what they think employers are looking for 
during a job interview. Four respondents mentioned personality, while three listed 
professionalism. Other common responses were ability to earn or save the company 





ethic. Two individuals (one age 20 and the other 47) said that they did not know what 
employers look for. 
 Employers were asked what they are looking for during an interview. The most 
common responses were “good people person,” technical knowledge, the ability to 
communicate, problem solving, and good attendance or dependability. Other common 
responses were professional communication, independence, and “culture fit.” While 
five of the interviews with professionals involved a discussion of company culture, only 
two involved any explanation of what a culture fit might be. Both talked about specific 
office rules that would vary from company to company, such as whether it is 
appropriate to talk to a coworker when they are working at their desk, the pace at which 




Professionals who had supervised adults with ASD were asked about the 
primary method of communication in their workplace. Seven of the respondents 
answered this question; one reported email as the most common, three primarily 
communicated face-to-face, and three usually used instant messaging.  
Job coaches reported significant communication challenges for their clients in 
the workplace. In one case, a workplace had so many different ways to contact 
coworkers that the employee with autism was overwhelmed, and could not identify the 
best method to use. Julie, a behavior therapist, explained that her clients had difficulty 





information from this person? Do I need to ask for help? Are we telling a joke or 
bonding here?...They might have a hard time understanding why do they want to 
leave?” Being unclear about what the purpose of communication was made it difficult 
to respond appropriately or to get any necessary information from the conversation. 
Both job coaches discussed the challenges that their clients had understanding 
the etiquette surrounding different types of communication. Ashley explained: “some of 
my clients will text me at 11:30 at night…I try to move this to what is appropriate and 
what isn’t in terms of communication.” Lisa had a client who believed in “one email at 
a time”; he would not send an email to someone about a topic if he had already sent an 
email to that person about a different topic and had not yet received a response. She had 
another client who thought that responding to emails was optional, and did not even 
respond to emails where he was asked questions or assigned a task. 
When asked about their preferred communication method, four of the 
individuals with ASD identified text communication, such as email, instant message, or 
cellphone text messaging. Erik explained:  
When I am no longer married to the nonverbal communication, I use the same 
communication style. Other people have to mind themselves and subconsciously 
edit in detail into their text because they understand that they are not portraying 
nonverbal communication through text, and so I’m actually able to communicate 
a lot more efficiently. 
 
Participants also said that they preferred text because they had time to analyze 
the communication for subtext, and had time to carefully word a response. Participants 
said that they liked having written communication because they had a record of what 
was said, that they could then refer back to. While many participants preferred written 





frequently. One employee reported that his boss had to tell him every time he had been 
sent an email. Some participants also expressed frustration with the number of back-
and-forth emails it took to get all the information they needed, and the 
miscommunication that could occur between those messages. 
Three participants identified face to face communication as their preferred 
method. Several employees with autism talked about how hard they had worked at 
learning to interpret body language and inflection, and that they wanted that visual 
input. John explained:  
I prefer face to face interactions. I want to know who I am talking with; I want 
to be able to read their face, I want to know what their reaction is. I want to see 
that facial expression…LOL and hahahaha can only go so far…when I don’t 
know someone too well…I want just face to face interactions. 
 
Particularly in the workplace, participants with autism explained that face to 
face communication was the preferred method when they had questions or needed help; 
it was easier for them to learn when someone could show them exactly what to do. 
When it came to work meetings, employees expressed discomfort or frustration with 
understanding what was appropriate in a group, or what the hierarchy in that group 
might be. Respondents preferred one-on-one interactions, where it was easier for them 
to engage in turn-taking in a conversation. 
Two participants identified phone calls as their preferred communication 
method. Francie said, “the phone is a lot easier because you can get some general idea 
over a tone than body language. Body language is just a little more confusing to me 
because I can’t really pick it up.” One employee suggested that people were “nicer” on 
the phone; they were less likely to be rude on the phone than they were via email. The 





that, “it’s not recorded most of the time, and a lot of time when you’re on the phone 
people are trying to info dump to you and then hang up.” He expressed frustration with 
receiving so much information at once, which was difficult for him to process without 
written communication to refer back to. 
 
Employment Challenges 
The challenges that employees with autism faced were significant and occurred 
at  all points in the employment process. Because they had gaps in employment history, 
or difficulty maintaining jobs in the past, many adults said that they struggled to even 
make it to the interview stage of hiring. One job coach said that her clients’ anxiety 
from previous negative job experiences made it difficult to get them into another new 
job. Additionally, many of the jobs that appealed to her clients required more training or 
education, but those clients struggled in the typical school environment. 
Once adults made it to the interview process, some had no issues getting a job, 
while others had difficulty presenting themselves in a way that would get them hired. 
One supervisor said that his company wanted to hire more people with autism, but that 
“sometimes an ASD kid would get, maybe, kicked out of an interview because they 
weren’t a culture fit.” Whitney, who had worked in human resources hiring individuals 
on the spectrum, reported that these interviewees were “not making eye contact and 
being a little more nervous than the usual standards.” She also told stories of applicants 
who behaved inappropriately in an interview. One discussed her plans to get married 
and have children. When the interview was conducted at a restaurant by an employer 





home with him. 
Once they were hired, adults with ASD had the most difficulty with social 
communication in the workplace. As Erik explained it: “I perceive myself as a normal 
person, but I just don’t fit in certain places for reasons I can’t completely comprehend.” 
Employees who worked in customer service or retail jobs struggled to communicate 
with customers in the unconditionally positive way that their jobs required. They also 
had difficulty understanding what the customer wanted, or fulfilling those demands 
while still balancing the procedures in place at their workplace. For example, if a 
customer wanted to return an item but it had been longer than the company’s two week 
return policy, they had to decide whether to make the customer happy, or to follow the 
rule in place for returns. Many felt that they could not keep up with the fast pace of their 
work environment, while others struggled to “look busy” or know what to do next when 
they had downtime at work. 
The other primary challenge that employees faced was personality conflicts with 
coworkers. Employees would annoy their coworkers without realizing what they had 
done wrong, and would not understand subtle hints that they were bothering others. For 
example, one individual had been walking past a coworker’s desk many times a day, 
and did not know that he was making her uncomfortable until he was called into a 
disciplinary meeting with human resources. These employees also had difficulty 
understanding expectations that were not explicitly given. Neil said: 
I can’t read their, what they’re really thinking. I just go by black and white. I 
don’t read subtexts so I have to guess what it might be because I don’t even have 
a subtext; what I say and what you see is what you literally get. So it’s very 







Complexities of communication can be overwhelmingly challenging for people with 
ASD. Understanding these communication expectations, or general workplace 
procedures and the hierarchy in place, made it difficult for employees to be successful 
at work. 
Job coaches also expressed frustration with coworker conflicts. Lisa explained: 
“in many cases coworkers tiptoe around the individual with autism. They don’t know 
how to interact with someone with autism and are afraid of offending them or causing a 
problem. Not interacting causes problems!” She discussed issues where coworkers did 
not know how to talk to the employee with autism, which were not resolved until she 
modeled that behavior for them. For example, one coworker did not know how to ask 
her client to do a task the way that he wanted it done, but was able to ask the job coach 
for help and received advice on how to make the requirements more specific and easy to 
understand. 
When confronted with problems, some employees with autism had difficulty 
with taking criticism well, or accepting that they were wrong. In some cases, anxiety 
about doing things correctly became disabling. As Ashley explained, “failure is not 
something they deal well with.” In some cases, managers were not willing to make 
accommodations to help with these issues, or they did not seem to make a clear 
connection between these workplace issues and their employees’ disability. In other 
cases customers, coworkers, or managers were unaware of the disability, or did not 
know enough about autism to understand how significantly it impacted them in these 
settings. For example, one manager had said to an employee, “everyone gets stressed 





Collectively, these challenges made it difficult for adults with ASD to gain and 
maintain employment. The longer they went without getting hired, or the more jobs that 
they had worked at and then left, the greater difficulty they had getting hired again; this 
cycle also increased anxiety about interviews and employment. This unemployment 
cycle was discouraging, and was an issue for several of the adults who were 
interviewed. Neil, who had been in and out of the workforce for 40 years, said: 
The problem is that…if no one gives me a chance, if I don’t get hired, I will lose 
my house…I have no one to support me, I don’t have any family…there is no 
one to take care of me. So then the state is going to wind up paying for me for 
decades, for a person who could contribute in a very valuable way but isn’t 




When asked what they do when things get difficult at work, employees with 
ASD discussed a wide variety of coping strategies. To deal with communication issues, 
employees emphasized the importance of practice in the work environment, and training 
themselves on social interactions. A few participants talked about rehearsing possible 
outcomes in their minds in order to determine what would be the best choice to make. 
For example, when one employee was deciding which of three coworkers he should go 
to for help with an issue, he thought about how each coworker would probably react, 
and decided to talk to the one he thought would be most helpful. To cope with 
workplace conflicts, employees talked about ignoring coworkers, or limiting their 
involvement in difficult social situations. In one case, an employee had upset a 
coworker, but did not understand why. After her manager had explained to her that the 





To deal with tasks that could be challenging or anxiety-inducing, many 
participants emphasized the importance of handling things quickly to get them out of 
the way, or trying to work through an issue before it got any worse. Neil spoke about 
the importance of a routine when working in customer service:  
When I show up at work, I go right to work on the stuff that I can push off the 
table and be done for the day with that, and then so exactly when 9 o’clock – or 
whenever my shift started – began, I could be sitting right in front of the 
computer and all I had to do was wait for the person to come in and I could 
focus on them. 
 
Employees also tried to take a break or switch to a less stressful task when work issues 
arose. A common workplace accommodation for employees in retail jobs was to be able 
to go outside and gather shopping carts when work became overwhelming. 
When necessary, adults with ASD were also willing to ask for help, or pass off 
the issue to someone in a higher position. When unsure of how to prioritize their tasks, 
for example, they would ask a supervisor what task should be completed first. Several 
employees emphasized the importance of communicating with supervisors and making 
sure that they understood the expectations ahead of time. When possible, they would 
watch other employees doing a task to figure out what they should be doing. To cope 
with more severely stressful work-related issues, employees talked about their use of 
therapy, or drugs prescribed by a psychiatrist. One participant talked about using 
unhealthy coping, such as self-harm. She also mentioned helping others as a more 
positive alternative: “There’s nothing like really being in charge of somebody to be like, 
well, I don’t really have time to feel bad about myself.” 
Job coaches and supervisors talked about many different coping strategies that 





trying to deal with a problem, job coaches and supervisors emphasized the importance 
of just talking about it. Many problems were resolved once the employee identified the 
problem, and then brought it up to a coworker or supervisor. In one instance, an 
employee was unsure of what was the best method to use to communicate with another 
coworker; the situation was resolved once the employee asked his coworker what his 
preferred communication method was. Beyond identifying the issue, job coaches taught 
their clients to self-advocate. Lisa advised: “If there is something you need from your 
manager, type up an advocacy sheet. Take it to them and read from it, and tell them 
what you need. Then ask them what they need from you.” 
Professionals also highlighted the usefulness of executive functioning skills. 
One supervisor trained all of his interns with autism on how to break tasks down into 
smaller pieces, and to set deadlines far ahead of when they really needed to be done. 
Identifying stress levels and then finding an appropriate way to take a break from 
stressful tasks was mentioned by multiple professionals. Julie talked about one of her 
behavior therapy clients who would ask for positive feedback: “I wrote down the things 
that he had done well, and then he asked me a couple times to read it to him again the 
next week. He would bring it up to me and be like, can you read this to me again?” The 
employee was able to identify when he was feeling overwhelmed, and used this positive 
feedback to cope. 
 
Disclosure of Disability and/or Accommodations 
Employees with autism had various opinions about disclosure of disability, as 





disclosed his disability, and did not want to discuss it in the interview. Another was 
concerned about having his name associated with autism, and had made sure that 
searching for his name on the internet did not yield any autism-related results. Another 
employee had only recently received an official ASD diagnosis, and was worried that 
managers might not believe that any accommodations were necessary for him. Others 
were hesitant that disclosing their disability would make them seem underqualified for 
some jobs, that employers wouldn’t take them seriously, or that people would treat them 
differently because they had a disability. 
One job coach also had concerns about disclosure. All of her clients had to 
disclose they had a disability in order for her to help with employment, but she worried 
that this disclosure marginalized them in some ways. She advised her more reticent 
clients to not mention the word autism, but to instead just disclose that they had “a 
disability” and state what specific accommodations they would require. While she 
worried about the negative effects of disclosure, she also thought that disclosure would 
make employers more willing to work with her clients, even if it was out of a sense of 
social or legal obligation, or morality. 
On the other hand, some employees with ASD did not have concerns about 
disclosure, and would openly talk about their disability. Francie said, “I tell them at the 
interview so that way they understand from the start.” Some of the employees were 
indifferent about disclosing their disability to employers. Many of the professionals 
thought that disclosure was important. One supervisor emphasized the importance of 
disclosure in order to get necessary accommodations. Another thought that disclosure 





diversity autism could provide to a business. A human resources professional said that 
disclosure could be a benefit to job seekers, if companies are specifically looking to hire 
people with ASD, or broaden the diversity of their workforce. 
When employees did choose to disclose their disability, most had positive 
experiences, with few having no positive or negative impact from disclosure. One 
individual explained that he told every potential employer during the hiring process; he 
explained his limitations at that point, so that he was not assigned job tasks that he was 
not capable of doing. Several employees explained that they only disclose their 
disability when they can emphasize their strengths. Kathy received an ASD diagnosis 
while at her current job. She had proof of diagnosis added to her personnel file, so that 
it was on record in case she got in trouble; otherwise, she explained her limitations and 
routines to coworkers without using the word autism. When asked whether she would 
disclose her disability if interviewing at a new job, she responded: 
I guess I would. Because I would say, I would tell them, first of all you’re going 
to be incredibly lucky, because I have these amazing skills and things that other 
people don’t have or do or thought processes. There are some fun quirks that 
you’re going to find out, but that’s part of it. 
 
One employee mentioned a time when she disclosed her autism while in an 
interview, and felt that was the reason she was not hired. A few mentioned times when 
they had disclosed their disability to an employer but that label had ended up limiting 
their growth in the company, and managers had not been willing to make 
accommodations. These individuals were hesitant about disclosing their disability 
again, but most felt that it was necessary, and less of a risk than not disclosing at all. 
When asked what accommodations they had requested in the past, or what they 





communication (see Table 6). Some individuals wanted to only need to use one method 
of communication in the workplace. Many wanted clear, concise, and specific 
instructions; they wanted coworkers to be direct with them and say when they were 
annoyed or upset with them. If their job required working with people, some employees 
wanted an option to have a coworker take over the interaction if they became 
overwhelmed or were doing things incorrectly, or they wanted a script or “social story” 
to help them with interactions. Some employees also struggled with social and 
workplace rules; they wanted a clear and concrete explanation of those rules. Job 
coaches reported that having these rules and consequences written in an employee 
handbook was helpful. The behavior therapist had a client who struggled with 
understanding office hierarchies and who to report to, so she requested a map of the 
office with job descriptions and pictures of each employee. Some employees also had 
difficulty during training or when learning new tasks, and requested a coworker to stand 
next to them and train them on the task, or to get new information in smaller chunks. 
Many of the other accommodations related to anxiety or stress reduction. A 
common accommodation was giving employees the option to switch to another task in 
their job description or take a break when they were overwhelmed. In some cases, a job 
coach could work with the employee to help them work through anxiety about a specific 
task, and then fade support with the task. Employees asked to work in a quiet area, work 
at home, and to have advance notice on personnel or routine changes that would occur. 
While sensory sensitivity often accompanies autism, only one employee mentioned any 
sensory accommodations: When there were distracting noises at work, she asked to 





When asked what accommodations supervisors would be willing to make at 
work, Tyler said, “We’d tear the walls down. Right? We’d do whatever it took, if there 
was somebody who was qualified for a position, if there were some accommodations 
that we needed to make.” Several employers emphasized their willingness to 
accommodate someone who was highly skilled. Michael explained, “if I had someone 
who had a, you know, special emotional needs and special intellectual needs, but they 
came in and completely rocked the project, that’s more valuable for me.” Professionals 
discussed their willingness to accommodate communication, or let employees 
communicate through just one method. One professional talked about how he limited 
negative criticism, and always started his feedback with positives; he also avoided using 
sarcasm with adults with ASD. A human resources professional had worked with a 
company that wanted to hire people with autism, and she had helped them to 
accommodate their interview process for these individuals. The company had reworded 
questions in a way that had assessed an applicant’s ability to function in their work 
environment, rather than asking about their personality traits.  
Some professionals expressed a desire to hire people with autism, and to expand 
the diversity of employee perspectives in their workplace. They also talked about 
discussing this perspective with coworkers, or executives in their company. As Whitney 
explained it: “people on the spectrum really have experienced the world differently and 
bring different perspectives.” Julie, a behavior therapist, talked about a similar 
excitement:  
Everything is overwhelmingly positive. I mean there are so many tricky things 
giving people heartburn because they want it to work so much. I have seen 
employers and employees and families, everyone wants it to work so much they 





A few professionals also talked about hesitance or resistance toward 
accommodations. One supervisor explained that under previous management, they were 
not allowed to make any exceptions or accommodations during hiring. Another said that 
he would be willing to make some communication accommodations, but would not 
make any changes to a preexisting job description to hire someone. Ashley talked about 
a situation where she had requested a visual task map for her client, but the company 
had a strict “clean desk” policy and would not consider the accommodation. More 
frequently, she reported that companies would accept accommodations, but that 
managers would be hesitant to actually allow them, because they were skeptical that the 
accommodations were necessary, or they felt that they were losing some of their 
authority over that employee. Lisa reflected, “not everyone is pro-autism. This is 











Table 3: Coding Categories 
Coding Category (Theme) Subcategories  
Job Skills Jobs (and job tasks) that people with ASD had 
Skills that people with ASD had 
Skills that professionals suggested that people with ASD 
should work on 
Entering and/or Exiting 
Employment 
 
How people with ASD found a job 
Why people with ASD left a job 
What people with ASD thought employers were looking 
for in an interview 
What professionals were looking for in an interview 
Communication 
 
Preferred communication method 
Primary communication method used in workplace 




Coping Strategies Common coping strategies 
Disclosure of Disability 
and/or Accommodations 
 
Opinions about disclosure 
Experiences with disclosure 
Requested/desired accommodations by person with ASD 







Table 4: Themes and Representative Comments 
Job Skills “Well I find that a lot of people have told me that I’m pretty good with 
people, like so that’s one that definitely helps” –Adam  
 
“I can do the work I can actually impress people with the quality of 
work I put out and you know I can find some situations where they 
work with my oddities because I put out good work” – Erik 
 
“I learn pretty quickly and I also was able to differentiate pretty 
quickly. I just knew where to sort where fast… cause I just watched 




“So I got the job, I got hired at a time when they were like hiring 
anybody and everybody. So it was easy to get in.” -John 
 
“I’ve never broken a rule where I did something illegal or like that, it’s 
always been some, if they let me go it was some personality thing” –
Neil  
Communication “Someone files in with a problem and I email them back the solution, 
this is really the best of all worlds because it gives me an opportunity 
to think about what the person said and try to figure out if there’s a 
subtext I can carefully, thoughtfully word my email response…if I 
have time to think I can word it really well, but if I’m not given time 
to think it’s just gonna come out however” - Neil 
 
“I say the phone is a lot easier because you can get some general idea 
over a tone than the body language. Body language is just a little more 
confusing to me because I can’t really pick [it] up” – Francie 
 
“Text is the primary form of communication. Some of them work well 
with email, but text is really the best way. So the downside to that is 
that some of my clients will text me at 11:30 at night…I try to move 




“So what happens after the month the best I can figure is there’s an 
acclimation period which takes about a month for managers and 
coworkers to come to terms with the fact that my oddities are there, 
they aren’t going away and yeah they’re not going away. And so if I 
can’t prove my work ethic in the first month where it’s like he’s kind 
of different, but check out what he does… If I can’t show a reason to 










“In many cases coworkers tip toe around the individual with 
autism.  They don’t know how to interact with someone with autism 
and are afraid of offending them or causing a problem.  Not interacting 
causes problems!  The job becomes less than is expected of another 




“Well first I try to kind of work through it, like you know do what I 
can and then if it gets like way challenging I might ask somebody for 
help like go to a supervisor or something” –Adam  
 
“So I mentioned a few things that he had done well and that I was 
really proud of him and he was like oh so I did a good job? And he 
asked if I could write that down. So I wrote it down, I wrote down the 
things that he had done well and then he asked me a couple times to 
read it to him again the next week. He would bring it up to me and be 






“If I had someone who had a you know special emotional needs and 
special intellectual needs but they came in and completely rocked the 
project, that's more valuable for me” - Michael 
 
“I would tell them, first of all you’re going to be incredibly lucky, 
because I have these amazing skills and things that other people don’t 
have or do or thought processes. There are some fun quirks that you’re 
going to find out, but that’s part of it.” – Kathy 
 











Table 5: Differences Between Participant Categories 





“If I was to go take a job, what 
do I think….I would think that I 
would say, you want a b and c? 
Well, I got a b c and d. Who 
gives a damn about my 
personality, as long as I can get 
that job done for you” -Kathy 
“Do you think I could connect 
with this person? Do I think 
they would be fun to work 
with? Would they fit our 
culture?... I am a big proponent 
of understanding your own 
culture and getting good culture 
fits, but there are some 
somewhat unfair biases about 
expecting people to be kind of 
fun and engaging.” 
-Whitney  
Accommodations “When you are on the spectrum, 
especially if you are on the high 
end where you’re closer to NT 
[neurotypical], people can’t see 
it so they are disinclined to 
believe that it exists and when 
you try to explain to them what 
the accommodations are that you 
need, they don't want to believe 
you, they think it’s an excuse.” -
Neil 
“We’d tear the walls down. 
Right? We’d do whatever it 
took, if there was somebody 
who was qualified for a 
position, if there were some 
accommodations that we 
needed to make…whether it be 
with respect to lighting 
conditions, or respect to noise, 












Table 6: Workplace Accommodations 
Accommodations desired 




professionals said they 
were willing to make 
Breaks from customer 
interaction 
 




from coworkers (“tell me 
I’m annoying you”) 
 
Script for social 
situations 
 
Using only one method 
of communication  
Advance notice of workplace 
changes 
 
Option to use headphones* 
 
Quiet area to work in 
 





Switching to another job task* 
 
Taking a break* 
 
Visual map of workplace 
and/or job tasks* 
 
Working from home 
 
Written copy of workplace 
rules 











(e.g. replacing fluorescent 
lights, quiet office) 
 
Using only one method of 
communication 







The results of this study provide insight into what employees with autism need in 
the workplace. Based on the results, the participants in this study had the skills and 
qualifications for many jobs, but their challenges with communication and accessing 
appropriate accommodations made it difficult to be successful at work. Stigma and 
misperceptions surrounding autism, along with lack of support for communication and 
the social rules with the workplace, created barriers to employment in areas where 
employees with autism could otherwise be successful. 
Employees with autism reported a variety of job skills, but in some cases, they 
were working in jobs that they were overqualified for. In a study that included over 300 
adults with autism, Baldwin and colleagues (2014) found that many adults with ASD 
were overqualified or overeducated for the work that they were doing, and that they 
engaged in frequent job switching. That finding is consistent with the results of this 
study, where respondents experienced frustration with poor workplace experiences, and 
difficulty finding new employment. 
Previous research has indicated that adults with autism are less likely to use social 
connections to find a job (Baldwin et al., 2014). The results of this study do not support 
this finding; many of our participants were hired by people that they already knew. This 
may be due to the fact that people who already had experience with someone with autism 





and employment, interviewees reported success with managers that had personal 
experience with autism, because they were personally invested and motivated to hire 
someone on the autism spectrum (Seitz & Smith, 2016).  
In many ways, the interviews with professionals complemented or echoed the 
same themes as the employees with ASD. When discussing job skills, for example, 
employees and professionals mentioned many of the same positive attributes, such as 
work ethic and being detail-oriented. Professionals and employees also had similar views 
of disability disclosure, and the potential drawbacks and benefits of disclosing. Some had 
a primarily positive view of disclosure, while others had concerns; nearly all study 
participants mentioned the necessity of disclosure in order to receive accommodations. 
In other areas, though, there were differences between what employees with ASD 
and supervising professionals reported (see Table 5). When discussing what was 
desirable in a job interview, most of the respondents answered with a list of qualities that 
was very similar to the job skills that they said they had. For example, the participant who 
mentioned good attendance and hard work as her job skills also mentioned that this is 
what she thought hiring professionals were looking for; one respondent who highlighted 
his ability to work efficiently also listed this as what employers look for. Employees with 
autism also emphasized their qualification (or overqualification) for a job, and their 
ability to make or save money for the company.  
When asked what they were looking for in a job candidate, professionals did 
mention technical ability, but many were much more focused on finding someone who 
would be enjoyable to work with, or would fit into an office or team culture. Some even 





because technical knowledge could easily be taught onsite. These views of ideal 
employees make it difficult for people with ASD (who have technical skills but may lack 
social skills) to get a job. Additionally, the professionals in this study were all individuals 
who had experience working with people with autism. Hiring professionals who do not 
have autism experience may favor social skills even more than the professionals in this 
study. 
When it came to accommodations, employees emphasized that they needed 
significant communication accommodations that their employers struggled or refused to 
provide. Employees talked about a need for significant and continuing assistance with 
understanding workplace rules and communicating with coworkers. Job coaches also 
talked about this need, and discussed the benefits of going into the workplace and 
providing this support to their clients and the clients’ coworkers. These needs require 
much more support than most workplaces are currently providing, and may be much 
more support than employers expect to provide. Professionals who wanted to hire people 
with ASD expressed a very different view of accommodations than employees with ASD 
or job coaches. The accommodations that professionals discussed were all “one-time” 
accommodations, such as making adjustments for sensory issues, or allowing employees 
to use one communication method. These were not the ongoing assistance with 
communication and dealing with “personality quirks” that employees said they needed.  
Additionally, many of the professionals talked about their willingness to 
accommodate for someone who was incredibly skilled at a job; they were willing to make 
adjustments for someone because they had the perception that they believed they would 





average or above average intelligence, they are not superhuman employees, and these 
professionals may have unrealistic expectations of what hiring someone with autism 
would be like. Some of the adults with autism in this study talked about being 
infantilized, or treated as if they had a cognitive disability when they did not. Stereotypes 
about what adults with autism are capable of or what their limitations are may influence 
employers and how employees with ASD are treated in the workplace. 
 
Recommendations 
Based on the results, one recommendation for employers is to have a realistic 
expectation of the common challenges for employees with ASD, and to provide 
necessary accommodations. The US Office of Disability Employment policy lists a wide 
variety of suggested accommodations for people with autism. These include the provision 
of concrete examples of what is appropriate or inappropriate in a workplace, making 
adjustments to communication based on the employee’s strengths, having a supervisor 
help the employee with time management and other executive functioning skills at work, 
providing a workspace secluded from other employees, and providing support via a job 
coach or mentor onsite (Whetzel, 2013). Research also supports training coworkers on 
how to communicate with the employee with ASD, providing a quiet area to take a break, 
and when hiring, focusing on the overall skillset of an individual rather than employment 
experience (Markel & Elia, 2016). 
The results of this study support the notion that “if you have met one person with 
autism, you have met one person with autism.” The needs and challenges of employees 





employment and disclosing their disability. There is still stigma surrounding autism, and 
the desires of an individual should be supported. Employers, job coaches, and other 
professionals will need to work with individuals to assess their needs in the workplace, 
and to create personalized accommodations to meet those needs.  
 
Limitations 
The study has a number of limitations. First, the sample size for each group is 
fairly small, and may not represent the experiences that many employees with autism 
may experience in other jobs. The study would have benefited from a larger sample size, 
and the inclusion of more older adults on the autism spectrum, who may have more work 
experience. It was also difficult to find supervisors who knew they had employees with 
ASD and were willing to talk about those experiences. The study would have benefited 
from the inclusion of more of these supervisors from a larger variety of occupations. The 
results are also based on self-reported data. Observational workplace data, which would 
add another perspective, would strengthen the study findings. 
 
Strengths 
While the study has some limitations, it also has many strengths. First, the study 
focused on the perspectives of adults with autism. Including them in the research allows 
them to have a voice in research, and provides insight into what help the adults with ASD 
feel that they actually need in employment. The sample of employees with autism had 
nearly as many women as men, even though there are approximately 4.5 times as many 





with autism are underrepresented in the majority of research studies. The study also 
included older adults, and some individuals who were not diagnosed with autism until 
adulthood. The inclusion of a variety of ages and time since diagnosis adds a variety of 
perspectives to the study. While the study does highlight workplace challenges, it also 
highlights the strengths of employees on the autism spectrum. 
 
Future Research 
The results of this study indicate that individuals with ASD perceive significant 
employment challenges, and also significant abilities. More work needs to be done to 
identify successful job placements, and to identify accommodations that work for both 
employers and employees. In the workplace, employees with ASD need support, which 
could include mentoring and more work supports; the coworkers and managers of people 
with autism need more training on how to work with this population, and education about 
the benefits and challenges involved when hiring someone on the autism spectrum. This 
could also include more work-based experiences, such as job shadowing and internships. 
Policies also need to extend support beyond funding for transition-age training and help 
with finding employment. While these are essential in helping individuals with autism 
gain employment, many need ongoing support in their jobs, and funding needs to be 








INTERVIEW QUESTIONS FOR PEOPLE WITH ASD 
 
1. What jobs or internships have you had in the past? Which ones did you like or not 
like? 
2. How did you get the job you have now? 
3. How long have you been employed in your job? 
4. Do you like your job? 
5. What skills and/or qualifications do you have that make you successful in your job? 
6. What challenges do you have in your job? 
7. When something difficult or challenging happens at work, what do you do to deal with 
the problem? 
8. Have you ever disclosed a disability to an employer or a potential employer? If so, 
when did you disclose? 
9. How do you feel you get along with coworkers? 
10. Do you feel that you communicate well in face-to-face interactions? 
11. Do you feel that you communicate well when you communicate using technology 
(phone calls, texts, emails, etc.)? 
12. What technical skills do you think employers look for in a job applicant? 







INTERVIEW QUESTIONS FOR PROFESSIONALS WHO HAD  
WORKED WITH PEOPLE WITH ASD 
 
1. When you are hiring new employees, what do you look for in a candidate? 
2. What social skills are necessary in your workplace? 
3. What specific technology skills do employees need in order to be successful? 
4. What is the most common mode of communication between employees (face-to-face, 
phone, email, etc.)? 
5. What personality traits make a candidate more or less suitable for a position? 
6. Have you ever interviewed an applicant and/or hired an employee that you knew had 
autism? 
7. If so, what was the experience with that individual? 
8. If your company had an applicant who was someone with autism, what 
accommodations would your company be willing to make for that individual in the 
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